Globalization makes expatriation an increasingly present reality, whether in the lives of employees of multinational companies or athletes. Therefore, the objective of this essay was to conceptuate the International Human Resources Management (IHRM) and to point out the relationship of such phenomenon with the career management conducted by the person participating in this process of "expatriation", both in corporate and sports contexts. For this, it was based on the methodological design of a qualitative research on the perspective of documental analysis. As the main reflections of this essay, we emphasize that, although it is considered fundamental, the IHRM is better developed in companies, while in sports clubs this is a secondary concern. It is also noteworthy the importance of athletes and expatriate employees to undergo a process of preparation, both from the psychological and social, economic and cultural point of view, so that the changes are faced in the best possible way.
INTRODUCTION
Expatriation is a phenomenon that grows every day, and most expatriates justify the exchange of country for reasons such as the search for better living conditions, work in foreign companies, the study of another language, improvement of salaries etc. ( Nardi, 2015) . According to Carvalho (2016) , this phenomenon is a consequence of the influence of globalization and internationalization. Globalization is a phenomenon that affects the whole world, but occurs in different ways according to the region or the observed aspect, leading to economic, cultural, technological and political consequences (Tertuliano, Montiel, Deutsch, & Machado, 2019) . Економски погледи, ISSN 1450-7951 In sporting context, the reality is no different. In the last 15 years, it has increased the number of athletes who change teams or even nations in search of new goals or life improvement ( Tertuliano et al., 2019) . The expatriation of athletes has existed since the first decades of the 20th century, but has accelerated after 1996, due to changes in European legislation for these issues, especially for football athletes (Tertuliano, 2018; . Among the reasons, in the sporting context, wage improvement is pointed out as paramount for athletes to accept expatriation (Pontes, Ribeiro, Garcia, & Pereira, 2018; Sebben, 2009; Tertuliano, 2016; Tertuliano, Machado, Deustch, et al., 2018; Tertuliano et al., 2019; Tiesler, 2016) .
In view of this new reality, the so-called international Human Resources Management (IHRM) emerges, which seeks to plan, develop and also implement new and better approaches for the management of people who are in different contexts and realities International (Altman & Baruch, 2012; Bjerregaard, 2014 ; S. M. S. Carvalho, 2016; Mach & Baruch, 2015) . Thus, the objective of the present essay was to conceptuate the International Human Resources Management (IHRM) and to point out the relationship of such phenomenon with the career management conducted by the person participating in this process of "expatriation", both in the corporate context and in the sporting contexts.
In order to present and propose academic-professional postures, this essay aimed to bring a direction, in which classical and contemporary studies were used to weave on the theme providing a greater radius of reflection. Thus, it was based on the methodological design of a qualitative research on the perspective of documentary analysis (Marconi & Lakatos, 2017 ).
EXPATRIATION -INTERNATIONAL HUMAN RESOURCES MANAGEMENT (IHRM)
The diversity of employees that exist in multinational companies implies the need for a Human Resources Management (HRM) appropriate to this reality, with specific concerns, varying according to the country and the internationalization phase in which the Company is (Ivancevich, 2008) .
Thus, Dowling et al. (2008) point out the importance of the expatriate to have mastery of the local language, control and direct supervision, an agent that helps him socialize and transpose the culture, construction of networks of contact, transfer of competences and Knowledge and influence with local agents. For this, Black & Mendenhall (1990) point to the need for training offered by the companies, before the expatriation and the accompaniment of the adaptation of the collaborator to the new country, as factors for improving the performance at work as well as the Development of new skills for the expatriate.
From this perspective, expatriates who receive training are more easily adapted to the new country and workplace, presenting better performances in the activities. Thus, the concept of International Human Resources Management (IHRM) emerged, which is understood as a process of definition, planning, development and implementation of the best policies and practices of people management in different international contexts (S. M. S. Carvalho, 2016) .
Thus, the IHRM is a necessary tool for the expatriation process (Pereira & Saboia, 2015) . The IHRM is concerned about the adaptation of the collaborator to the new country, through basic guidance services, to more complex services, such as housing assistance, tax debts, etc. This is because by equating its internationalization, the company must review its management of people, transforming its local perspective in international (S. M. S. Carvalho, 2016) .
The IHRM presents several challenges, mainly in recruitment and selection, as well as in the remuneration systems, in the training and development of expatriates, in their career management, in the social responsibilities inherent to the process and Labor Relations and Leadership (Hill, 2005) . This makes it a complex tool, especially in the face of six factors (Riesenberger, Knight, & Cavusgil, 2010) , that are guiding for managers in the planning, selection, training, employability and international assessment of human resources (Pereira & Saboia, 2015) . The factors pointed out by Riesenberger et al. (2010) are: 1) New Human resources responsibilities.
2) The need for a broader international perspective on remuneration policy. 3) Greater involvement in the lives of employees. 4) Managing the combination of expatriates and local employees. 5) Greater exposure to risk factors. 6) External influences of government and culture. Chien and Mclean (2011) suggest that expatriate professionals feel the need to receive organizational training on the culture of the destination country, on the construction of new relationships, on business policies and also on legal issues of the new place of residence. Based on this, the literature points to the need for IHRM strategies that contribute to the expatriation process. Thus, Wentland (2003) cites six strategies that can contribute to the IHRM:
Економски погледи, ISSN 1450-7951 1) Negotiation with the expatriate. 2) Salary adequacy, because the expatriate should not suffer financial loss because he accepted an international migration (IM). 3) Offering a compensation package that conforms to what native/local employees receive. 4) Offering an additional for extra expenses. 5) Cafeteria, namely some benefits such as company car, club membership titles, insurance, home provided by the company and educational fees. 6) Regional systems: Applies when the expatriate makes an agreement to work within a particular region in the world. Already Shen & Kram (2011) signalize Four Strategies for the IHRM:
1) Offering interaction with people who have the potential to assume the role of manager. 2) Promotion of trainings to create contacts that serve for their development, both professional and personal; Transforming Individual tacit knowledge (individual knowledge, without technical and/or scientific organization) into organizational knowledge (knowledge that can be transmitted by the company as a standard, manual), so that it can be shared throughout the organization.
3) Facilitation of virtual communication between expatriates and
repatriates from different countries for the formation of a group with the objective of clarifying doubts and exchanging experiences on how to live in a particular country, how to exercise their work, as well as defining which social activities can be undertaken. 4) Recognition and reward of individuals who can help expatriates, both at the time of change of thirst and on their return. The foregoing allows the Human Resources manager (HR) to establish an incentive plan for expatriate employee, training and preparation. Thus, managers should follow 4 perspectives, pointed out by Carvalho (2016) . The first perspective is called an ethnocentric perspective, which is based on the application of HR policies of the matrix in all subsidiaries, with minimal adaptations. The second perspective is the polycentric perspective, in which the subsidiaries gain autonomy to develop adequate HR systems with their reality, with support from the matrix.
The third perspective is the geocentric perspective, in which the improvements in HR practices apply, regardless of whether it is from the matrix or from another company (even the subsidiary), giving the occupation of the important positions of the subsidiary to talented people, in any part of the world. Finally, the regiocentric perspective, which has a similar approach to the geocentric, but with a restricted focus to a particular region, that is, the important positions of the subsidiary are occupied by people from a specific region.
In the sports arena, the responsibility for the expatriation and repatriation processes of players, especially in football, falls on the player, the entrepreneur and the club (Machado, 2013) . In this perspective, some studies were conducted, relating the difficulties of players's adaptation in the expatriation and repatriation (Machado, 2013; Rial, 2008; Rodrigues, 2010 ; Silva, Rigo, & Freitas, 2012) and some studies, of a theoretical nature, discussed the phenomenon of expatriation with the globalization (Alvito, 2006; Damo, 2007; Rial, 2003) . Discussions about expatriation and repatriation processes in companies can be the same as those surrounding players in the sporting context (Machado, 2013) .
The big question is that due to the financial return to those involved in the transfer (player, club and entrepreneur), and this discussion becomes a secondary discussion in the sport. However, similar to a collaborator who leaves the country, the player will go abroad with an overload of tasks and responsibilities as large as those of a Brazilian professional who has just assumed the presidency of an American multinational in South Korea (Sebben, 2009 ).
Machado (2013) points to a change in the management practices of the clubs, bringing them the approximation of management models more current and similar to multinational companies. Even so, the policies of the clubs aim at the sale of players, without any management of the player's career, because the clubs assume that the player has a contractual relationship, investment, generating a gap between the club and the player.
This gap is, in parts, supplied by the entrepreneur, who often acts on the aspects of the personal life and economic interests of the players. In this way, it is evident that the club does not have a strategic vision related to the processes of expatriation and repatriation of players, and that the entrepreneur, empirically (model of trial and error) assumes the role of preparation of the expatriation process, which urgently makes the need for IHRM policies in sport (Machado, 2013; Sebben, 2009 ).
To resume, the IHRM should assume a facilitating and supportive role in pursuing the company's objectives by promoting the development of its employees (Rego & Cunha, 2009; Zhou, 2015) , Through the implementation of activities and strategies that overcome the specific Економски погледи, ISSN 1450-7951 challenges of HRM in the global world and that these strategic can be adopted in the sport. These practices relate to preparation for international migration and for return, rewards systems, good working conditions, hierarchies support and career management programs.
In sport, decision making on expatriation is very empirical, which contributes to the failure of the process. In this way, the management of expatriates plays an important role, given the high cost of international migrations, with regard to turnover (average rate between admissions and disconnections in relation to the average effective in an undertaking), the family, the management of the career of the expatriate and the difficulties of adjustment (S. M. S. Carvalho, 2016; Rego & Cunha, 2009; Zhou, 2015).
EXPATRIATION -CAREER MANAGEMENT
The management of expatriates has a close relationship with career management, as expatriation, regardless of their going, by the company's will or willingly, refers to the development of an international career (Araujo, Teixeira, Cruz, & Malini, 2012). Several authors try to define the concept of career, but there is no clear definition of the concept, since the term was studied in different theoretical perspectives (Santos, 2011) . In the sociological perspective, career means the course of a professional life (Moore, Gunz, & Hall, 2007) . In the business perspective, career is a sequence of work- The career can be understood as internships, which led to the emergence of different models, such as the protean career, career boundaryless and intelligent career. For Santos (2011), the career, for years, was assumed as internships, determining the career as an evolutionary process. Super (1957) assumes that the career goes through different stages, ranging from the interaction between the self-concept, the professional occupation chosen and the exerted. In this model, and occurs through the stages of exploration, establishment, maintenance and overcoming.
Subsequently, Super (1990) recognizes weaknesses in its model, because not all stages can represent career development in all individuals, assuming that the career is the evolution, throughout life, of temporal, spatial dimensions and individual involvement with the role played. Following the line of internships, Schein (1978) proposes the model of careers based on development in an organizational context, considering career as a process of mutual influence between the company and its employees over time.
With a look at the human being, Levinson (1986) proposes the career model based on the stages of development of individuals, throughout life, including not only the professional, but the individual and family, as well. Derr (1986) proposes a different career model, highlighting the importance of the concept of internal careerrefers to individual motives, values and talents. Thus, for Derr (1986) , the internal career develops based on training and professional experiences acquired over time.
However, countless criticisms are conducted on the aforementioned career models (Santos, 2011) , mainly taking into account the social and economic changes that have occurred in recent decades, resulting in the emergence of models emerging career (S. M. S. Carvalho, 2016) . For Hall (1996) , the career in the 21th century must be managed by the individual, commanding it according to their values, which the author called a protean career. In the protean career, unlike the traditional career, there is no pact with the organization, but rather a relationship between the individual and his work. In this way, the career is self-managed and reinvented by the individual, characterizing a development based on continuous learning.
Another concept of career, similar to that of a protean career is that of boundaryless career (Arthur & Rousseau, 1996) . In this model, life-long mobility is emphasized, that is, the individual develops a set of interesting competencies for the labor market, increasing his employability, thus declining on the individual the responsibility for his career .
Assuming that knowledge directs the company, the concept of intelligent careers emerges (Arthur, Claman, & DeFillippi, 1995) . In this career model, development occurs through three competencies, which are assumed to be transversal: To know why, to know how and to know who. These competencies relate to interpersonal relationships and important relationship networks for work (DeFillippi & Arthur, 1994) .
In synthesis, up to 1990, career meant the permanence of the person in the same company throughout his life. However, due to the globalization and the rapid changes and adaptations that the companies suffered, this became incompatible, which generated the end of long-lasting careers and Економски погледи, ISSN 1450-7951 the emergence, in the decade of 1990, of the concept of cyclical career, model opposite the traditional, which was in force up to 1990 (S. M. S. Carvalho, 2016) .
For Chanlat (1995) , the traditional career declined due to the growing presence of women in the labour market, the increase in employee qualifications, the affirmation of worker's rights, the globalization of the economy, the competitiveness of companies, the need for constant changes in companies and greater flexibility at work. These changes led to the emergence of two concepts: subjective career and objective career (Santos, 2011) .
The subjective career, also called internal, is built by the employees according to their values, aspirations and expectations, being much more important than the occupied function. In turn, the objective career, also called external, is the performance of employees in functions framed in the company, as well as expected progression in it. Arthur (2008) goes further, defending that one must integrate the two concepts so that we have an understanding of the career in a full way, as they complement each other. In order to organize career concepts, Kanter (1989) suggests the classification of careers in three possibilities: 1) Bureaucratic careera vertical career that occurs through several levels of an organizational structure. 2) Professional careerperformance of an activity within the organization, considering the professional progression the assignment of more demanding and challenging tasks. 3) Entrepreneurial careercreation of small businesses or autonomous work. In the 21th century, the conception of a traditional career became a conception of career development experienced by the collaborators and the result of their decisions (S. M. S. Carvalho, 2016) . In this way, career management encompasses a project of life, in which the employee himself is responsible. However, companies play a crucial role in career development, supporting their employees (Gallon et al., 2013) . The companies therefore direct their efforts to offer career opportunities, leaving the employees responsible for the development of the same (Hall, 1996) . Thus, new success criteria arise for career management, such as: satisfaction with life, the balance between personal and professional life, the development of competencies and the perception of internal and external employability (Bastid & Bravo, 2013) .
Within this new vision, one can perceive that loyalty, commitment and security were valued (Torrington, Hall, & Taylor, 2002) and nowadays, continuous learning, adaptation to change, commitment to the success of the company, as well as its higher productivity are valued. Thus, the psychological contract between employer and employee evolved into a model in which the worker values career management and continuous learning, in contrast, the employer offering conditions for its development (Rousseau, 1989) . This caused the psychological contract to become transactional, that is, based on the exchange between the parties (S. M. S. Carvalho, 2016) , leading companies to assume a support and development role, rather than control and command (Baruch, 2006) .
As far as expatriation is concerned, companies use it as a career development mechanism (Caligiuri, 2000; Evans, Pucik, & Barsoux, 2002) . Studies about the expatriation processes show that employees are, most of the times, satisfied with expatriation, but dissatisfied with the management of their repatriation (Stahl & Cerdin, 2004; Suutari & Brewster, 2003; Tung, 1998) .
These studies point to the understanding, on the part of expatriates, of expatriation as an opportunity for personal development and career progression. However, this progression may mean abandoning the organization for which they work after the return of international migration, if they feel that the knowledge and competences acquired are not being valued or applied (S. M. S. Carvalho, 2016) . Allied to this, studies emphasize the importance of the existence of career plans in companies (Suutari, 2003; Suutari, Tornikoski, & Mäkelä, 2012) .
For Alis et al. (2014) , career management is an important tool of the GRH, since it has advantages and benefits for the employee and the company. From the collaborator's perspective, it helps in the progression of professional life, in the improvement of individual capacities and increases the level of employability in a competitive market. From the company's perspective, it enhances the internal development of employees, facilitates substitution in case of exits, reduces employee turnover, decreases the risk of taking advantage of less than the employee can offer, satisfies the collaborator's needs and supports the company's projects and strategies. However, some studies point to the non-development of the career due to lack of support from the company (Stahl, Miller, & Tung, 2002; Suutari & Brewster, 2003) .
For Selmer (1999) , when expatriates perceive that their career expectations are different from the expectations of companies, they are dissatisfied and seek other jobs, outside the company that expatriate, corroborated by the study of Heijden et al. (2009) that demonstrate the intention to abandon the company, when expatriates perceive lack of support, by the company, in his career. However, when the company demonstrates support in career management, expatriates present intent to stay in the company (Lazarova & Cerdin, 2007) .
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In the sporting context, Rodrigues (2010) points out that even brazilian athletes demonstrate wanting to leave Brazil, as management of their careers (51.5% of respondents), the process of expatriation and career management is troubled. Even with the high wages offered, there is something beyond that, as the cultural adaptation to the site, both the athlete and his family. Moreover, the issue of repatriation of this athlete is something that requires attention and care.
From the above, it is clear that organizations should adopt career management practices within their IHRM strategy, providing success in the expatriation process (Zhou, 2015) . According to Guedes (2012) , for the employee to have a good career management, it is essential to adapt to the new country. Thus, in the process of expatriation and repatriation, personal and professional adaptations relate to intercultural adaptation.
FINAL CONSIDERATIONS
Following the objective of this essay, that was to conceptuate the International Human Resources Management (IHRM) and to point out the relationship of such phenomenon with the career management conducted by the person participating in this process of "expatriation", both in the context And in the sporting context, we can observe some notes that literature brings about IHRM and its relationship with career management.
After a review of the literature, it is observed that the IHRM is not a simple process, on the contrary, it is complex, but extremely important and necessary for success. It is important that programs and actions aimed at assisting expatriates, whether in the corporate or sporting context, promote intercultural adjustment as a fundamental part. This means saying that intercultural training is of paramount importance (Tertuliano, Machado, Deustch, et al., 2018) .
If previously expected it was that an employee would build his entire career in the same company, with globalization this reality changed. The new work dynamics, where employees change jobs, functions and frequent transfers, including to other countries, is a trend that much resembles the professional athlete, who exchange clubs for many times throughout their careers, not rarely with international passages.
However, apparently the IHRM is better developed in companies, while in sports clubs appears as a secondary concern. Despite the growing professionalization of sport and teams to increasingly adopt entrepreneurial management models, the athlete continues to be understood more as a part of the team than as an employee of a company (Machado, 2013; Tertuliano et al., 2019) . Therefore, the expatriate athlete does not receive the necessary attention to the issues and difficulties that this expatriation process involves, and may lead him to countless problems of adaptation to the new workplace (Brandão, Magnani, Tega, & Medina, 2013; Sebben, 2009; .
In this context, Tertuliano, Machado, Oliveira et al. (2018) affirm that athletes need to develop some fundamental personal mechanisms to maintain, improve and correct psychological skills and motivation after the expatriation process and the uncertainties it entails, such as strategies of coping. A preparation for athletes leaving their countries or regions should be based on intervention models that prepare them, promoting the training of psychological skills to deal with the new club. In addition, the team that will receive the athlete should also be prepared to welcome him and be aware of the athlete's adaptation period, with the awareness that his athlete's performance may oscillate.
Finally, this essay presents the limitation of being a review study on studies of the corporate area, which limits understanding in this context. In addition, there are few studies on the subject in the sports field, which demonstrates the need for further studies, but directed to the sporting context. However, it is believed that the notes of this essay may contribute to the studies aimed at understanding this phenomenon in the corporate context and also in the sporting context, besides serving as a conceptual basis for companies and clubs that want to plan assertively to the international management of human resources, as well as athletes wishing to have better management of their careers.
